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PREFACE

Dur:-» tha late 1970s Air fForce pilots laft the service in
recor . «iLdCS as pilot rstention rates dropped to the lcwest
in histr :,. The Rir Force suffered a tremendous loss of
mid-curesar pilots, many saeparating in hopes of flying with the
airlines., The sconomic recession in the sarly 13980s bhrought
rising fusl costs and a general industry slrmwdown, and the
airlines cut back considerably in their sasz-ch For potential
pilots. As a result, the Air Force pilot ~2tention rates
steadily climbed back up to some of the highest in history by
19683. In the late 1980s the airlines apgain began hiring many
Air Farce pilots, not only to meet the Zemanrds of industry
expansiaon, hut alsa to replace an ever-inoi'Rasing number of
airline pilots reaching mandatory retirems:t age. The
traditional source of experienced pilote, military pilots in
the 6-11 year group and civilian regiona’ and commuter pilots,
was no longer sufficient to mest the l:rge demand. In the
face of a shortage of exaerienced pilots neeting rigid
standards of employment, the major airlirngs lowerad their
requirements to include almost every @Jr Force pilot nearing
retirement or already retired. Today the airlines are
actively recruiting the most experienczd veterans in the Air
Force. With this in mind, the purparse of this study is to
identify the increasing number of retirement eligible pilots
separating from the service in pursuit of flying with the
airlinas as a new and serious personnel prohlem. Also, it
determines that the exodus of these veterans will impact on
the number of quality pilots remaining on active duty to man
key command and staff positions., Further, it offers some
recommendations that senior Air Force leaders should initiate
in order to more accurately track this new occurrencae. It is
not intended to offer solutions to the current pilot retention
issus.

1 wish to acknowledge the support of saveral peopls who
without their help this project could not have been completed.
Undoubtedly, the beast source of information was Major Stanley

.

Stevens. Stan’s supply of retention data from tha USAF T

Military Personnel Center was invaluable. 1 also express my For ’
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appreciation to Major Frank Sizemore, who sponsored this v
study, and was also very helpful in supplying pilot retentian M
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EXECUTIVE SUMMARY A

Part of our College mission is distribution of A
the students’ problem solving products to
DOD sponsors and other interested agencies
to enhance insight into contemporary,
defense related issues. While the College has )
accepted this product as meeting academic :
requirements for graduation, the views and :
opinions expressed or implied are solely
those of the author and shculd not be
construed as carrying official sanction.
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AUTHOR(S) "AJOR BILLY J. HOPPE, USAF

TITLE PILOT RETENTION--A #GRAY” ISSUET: THE IMPACT

OF AIRLINE HIRING OF RETIREMENT ELIGIBLE PILOTS
ON AIR FORCE LEADERSHIP

I. PBurpose: To identify the increasing number of Air Force
pilots who have retired to seek employment with the airlines
as a new and significant personnel issue.

I1. Problem: Pilot retention in the Air Force has decreased
steadily over the last few years as the airline industry has
expanded and an ever-increasing number of airline pilots reach
mandatory retirement age. The traditional source for the
airlines to recruit new pilots, the mid-career military pilots
and civilian regional and commuter pilots, has not heen able
to satisfy this demand. In 1888 the major airlines began to
relax their rigid qualifications for new employees in such
areas as age, vision, height, weight, education, and flying
experience. These "“softened” requirements made nearly all Air
Force pilots qualified fFor employment with the airlines,
including those near or beyond retirement eligibility. As a
result, every major airline began to recruit the Air Force's
most experienced pilots. Many of these officers would have
previocusly remained on active duty beyond €0 years, been

vii
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promoted, and served in critical leadership paositions in a
flying unit such as wing commander, deputy commander, or
division chief. 7They might have also hald a ksy headquartsers
staff position. Instead, an increasing numbar are electing to
ratirs, some even turning down promotion to colaonel, to pursus
a neuw carear with the airlines. Consequently, a smaller

number of quality pilats are availabhle tao Fill critical !
command and staff duties. '

I1I. Eindings: Data in this report supports several

observations and trends. First, there has besn a noticeable

increase in both the total number and percent of pilots '
retiring from the Air Force in the past three years. These 4
increases coincide directly with the increased number of

retired military pilots hired by the major airlines. Also,

two caonservative aestimates indicate at least arne in six Air -
Force pilots retiring in 1986 and 19B7 was hired by the
airlines, With airline pilot retiraments expected toc increase
threefold over the next tern ysars while the supply of
axperienced pilots to replace them decreases, the one in six
estimats may dscrease considerably as the ajirlinss continue to
search for experienced pilots to fill these vacancies.

There is saome thought that airline hiring of retired
military pilots will benefit the Air Force by relieving some
pressure cn airline recruiting from the 6-11 year group and
assisting in mandatory reductions in force structure by
enticing some late-career "non-promotables” to retire.
Although this may be partially true, estimates are there will :
be more airline jobs availahlse from projected airline pilot
retirements alone over the next ten ysars than can bhe filled
bu qualified pilots. 7This indicates the retention problem B,
will not only continue with the mid~career pilot but will
become anrd rsmain an egual concern with the retirsment
eligible pilot evan if theres is no sxpansion in the industry.

Even more importantly, data collected indicates there is .
an increasing number of quality Air Force pilots retiring.
Although it is impnssible to directly relate this trand to
airline hiring practices without personal infarmation from
pach retirees, this increase is also coincidental with the
lowering of airline qualifications. For exampls, in FY 13986
when the major airlines first began to hire retired military L.
pilots, 11 Air Force pilots turred down promotion to colonel .
to retire instead. In only the First quarter of FY 1987, 11 &
pilots turned down promotion to colonel, and the “pin on” for
that year group has not yet begun. Undoubtedly, others will

viii
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CONTINUED

follouw when the FY 1987 promotion list commences. These are
quality officers who cannot be easily replaced. The
decreasing number who remain on active duty will adversely
affect the manning of Future Air Force leadership positions.

IV, BRecommendationg: Further detailed studies should he
conducted to determine the actual number of pilots choosing to
retire in hopes aof Flying with the airlines instead of
remaining on active duty to “run” the Air Force. Then the
impact of losing these late-career pilots can be better
assessed and corrective measures taken. It is further
recommended that this impartant segment of the pilot corps not

be overlaoked in any forthcoming initiatives that are directed .

toward pilot retention,
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Chapter One

INTRGOUCTION

BACKGROUND FOR. THE STUDY

*Pagple are our most important asset. Without them we
can’t fly and fight” (23:7)., These words should sound
familiar to any Air Force person. Simple though the words may
be, they refliect the concern Air Fource leaders fram the
Pentagon to the flightline should have for their people. This
statement implies if the Air Force takes care of its people,
they are content and the mission is accomplishad more
effectively.

No matter how sophisticated and technical the military
arsgnal becomss, it will always nesd the human element to
operate, maintain, command, and control the hardware. The
aviation career field is a perfect example aof the human ‘ o
elemant and the hardware working in harmony. Pilots
continually train, simulate, and exercise in the projection of
their highly expensive and technically complex ueapon systems
toward accamplishing their assigned mission,

This process is the most expensive operation in the Air
Force, and a Fully trained and mission ready pilot is cne of
the most expensive and valuable human asssets in the inventory.
In Fact, an expaerienced, mission-ready “flight lead” fighter
pilot has about six million dollars invested in his training
(23:13. Economically, it would seem sensible for the Air
Force to retain as many pilots as possible, thareby reducing

5,
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the need and cost For training replacements. In additiaon, if %
the mature pilot is retained, he/she will continue to gain “;
valuable expaerience a less ssasoned replacemant can only e

s

-
¢

accumulate through additional flying time (24:3). 1In the
interim, a critical experience void exists between the veteran

; and the new pilot replacement. This is an oversimplification .
: of a very complex phenomana, however, the author presents it T
- to familiarize the reader with the dilemma that the Air Force ﬁ
é Faces in its pilat corps today. ﬁ
’ -
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SICGNIFICANCE OF THE PROBLEMN

Pilot retention has een a critical prablem for the Air
Farce an several occasians, with retention rates directly tied
to several indicators. Tha health cof the autside ecanomy has
always been a prime Facter. A more prosperous economy
generates more civilian jobs and lowers the retsntion rates
for the Air Force. This is true fFor nearly all career fields
in bath the aofficer and enlisted ranks (24:viii). Pilot
retention rates are also closely related to the status of the
civilian airline industry. As indicated in Table 1 (2B:13J, as
late as 1979 when the airline industry went through an
expansion process, pilot retention rates decreased
propartionally as the airline industry demand for civilian
pilats increased (25:1).

EISCAL YEAR PILOT RETENTION (%)
1973 ={=]
1983 78
1384 72
1985 sg
1986 S6
1987 _ 48 . .
—d
Table 1. Pilot Retention Rates
s the airline industry faltered in the early 1980s, pilot o2
retention rates climbed to the highest in Aicr Force history )
(12:6). Retention rates remainsd high until 1985 when the o
airline industry flourished again under government >
deregulation and continued expansion., By the following year %
the airlines were heavily invalved in recruiting military

>
- & B &

pilots (31:--), and pilot retention rates plummeted. With
civilian hiring proJjected to increase to unprecedented levels

Ay

LS

. through 18982 (32:--), the Air Force pilot retention problem rﬁ
: has once again become a critical personnel issue. -
» )
] 1:’;;
DEFINITIONS, ASSUMPTIONS, AND LIMITATIONS e
I b
: One impartant term, Cumulative Continuation Rate, must he o
| daefined in order to standardize retention figures presented in IR
5 this study. The Cumulative Continuation Rate is the psrcent o
: of officers who, at the end of their initial obligation, would ﬁi
! camplete their 11th year if current ratas caontinue, computed N
| on a 12 month hasis (2B:1). For example, a 7@ percent b
& Cumulative Continuation Rate For Air Force pilots in the 6-11 o
[
5 2 }r:
'
)
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year group means that for svary 100 pilats entering the sixth
year of commissioned service, 70 would camplete the eleverth

year if current rates remain tha same.

Several assumptions have been made in the Formulation of
this research project. First, it must be assumed that the
current method of computing pilot retention hy the Cumulative
Cantinuation Rate of the 6-11 ysar graup is an accurate
indicator of present pilot retention. Second, projections for
the future are based on current economic conditions and
factors in the aviation industry. 7There is always the
possibility of an unanticipated sconomic downturn or change tao
FAA regulations (such as the current mandatory cetirement of
civilian pilats at age 6@) that might invalidats thsse
projections,

An assumption was also made in the analysis of airiine
hiring of retired Rir Farce pilots presented in Chapter Five.
Information from the fourth quarter of 1987, traditionally a
cons. rvative quarter for airline hiring (35:--), was used as
the basis to compute the total number of retired Rir Force
pilots hired during that calendar ysar.

Some limitaticns apply in order to narrow the scope of
this study. First, only retirement eligible Air Force pilaots

ar= considered in this project., Secand, the Cumulative
Continuation Rate, generally tha most comman msthaod used to
cumpute pilot retention (33:--), only Focuses on the 6-11 year

group. It does not apply to pilots outside these parameters.
Third, there is limited data availahle pertaining to retentian
of pilots beyond the 6-11 year group, aspecially thoss of
retirement age. In Fact, the Air Force Military Persaonnel
Center (AFMPC) does not actively monitocr retention figures on
retirement eligible pilote (33:--). However AFMPC does retain
data on pilot populations by year groups beyond 20 years and
the associated number who retired.

SREVIQUS RETENTIOQN STUDIES

Numerous studies nhave been conducted to determine why
pilots elected to voluntarily aseparate from the Air Force.
Most of these studies have Focused on the ratention of the
6-11 year group.

There are several reasons why Previocus surveys
concentrated on the 6-11 year group. First, due to the active
duty service commitment associated with undergraduate pilot
training, pilots were ineligihle to separate prior to the
six-year point. Second, promotion to major usually occurs at
around tre eleven-year point in a career. If promoted at this
time, the majority remained on active duty until retirement
(24%:3), Third, and probably a mare important reason was "due
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to the age at which this occurs, 32-3%, the window of
opportunity for airline employment was essentially closed
because pilots at this stage of their military career were too
old to meet hiring requiremerits of the airlines” (27:6).

QBIECTIVES

The major acbjective aof this study is not to presant
possible solutions to currsnt and future pilot retention
praoblems. Instead, it is to identify what the author believes
will soon be a new problem in the retention circle, restention
aof the ratirement eligible Air Force pilat. The real problem
for the Air Force will come when the airlines hire so many
pilots from the “Yover 20" year group that it begins to impact
on the avialability of quality career pilots who wauld have
previously remained on active duty to man key command and
staff positions, The focus of this study is not on the
traditional 6-11 year group but on the pilot who has remained
on active duty until the 20 year point and is eligible to
retire. Now because of unfaorseen circumstances the veteran
pilot is a prime candidate for employment with the major
airlinas after retirsment From the military should he/she
choose to pursue this unique opportunity (27:7).

QUERVIEW

This chapter introduced the pilot retenticn problem and
addressed the traditional approach of monitoring retention
retes in the mid-career year group. Chapter Two discusses
growth in the civilian airline industry and the corresponding
increased demand For commercial pilots. Changes to the basic
requirements for airline employment to meet this increased
demand and the resulting inclusion of most retirement age Air
Force pilots in tris group is the subject of Chapter Three.
Chapter Four compares some of the apportunities for the pilot
wha ramains on active duty heunnd 2@ uears voersus the pilaot
who retires at the 20 year paoint to pursue an airline Jjaob.
Chapter Five analyzes current data concerning airline hiring
of retirement sligible pilots and concludes that the
increasing number of pilots retiring to seek airline
employment will adversely affect the number of quality pilots
who remain on active duty to perform critical command and
staff duties. In Chapter Six, the author presents
recommendations to better monitor this new phenomena.
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Chapter Two

THE CIVILIAN AIRLINE INDUSTRY

The airline industry has undergone saome drastic changes in
the last ten years. Strict government control was relaxed in
1978 when Congress deregulated the airlines and allowed the
basic economics of supply and demand to set the tone for the
industry (30:199). Without government controls, the resurgent
economy that followed shortly after deregulation permitted the
industry to rebound soundly fFrom the recessiaon aof the early
1980s. Throughout the mid-1988s, the major airlines continued
to recover from past years of low passenger rates and high
fusl costs by building up their fleets, flying more routes,
and offering lowsr fares (1:8%). At the seme timne, mergsers
and acquisitions of smaller and less financialily sound '
carriers by the larger-and Fiscally stronger major carriers
rasulted in an overall stable industry. By 1886, the airlines
had become a very strang organization of five or six major
carriers, financially sound, and in the middle of record
industry growth (31:--2,

¥l

VI r I

As healthy as the industry became in the late 2980s, the
future appears aven more prasperoaus. "Since 1982, passenger
miles . . . increased 5S4 percent” (1:84), and conservative
Forecasts predict world air travel will continue its upward
trend, doubling betuween now and the year 2000 (20:71). To
compensate for this increase in air travel tThe commercial
carriers further incraeased the size of their fleasts, continued
to expand availahle routes, and increasad the ucilization of
their aircraft from eight hours a day to ten hours or mors
(16:100),
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IHE AlRLINE PILOT SHORIAGE

Airline industry growth and increasing pilaot retiraments
have created a2 tremencdous demand for new airline pilots. In
the past, with fesw exceptiaons, the larger carriers met this
demand from the "supply pool” of pilots previously furloughed,
from the smaller commutsers, and from the military. ®Since the
mid-1960s, there has been an ample supply of both civilian and
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military traimed pilots for the airline cockpit johs” (15:281.
However, as early as 1885 airline afficials were predicting

this supply was no laonger andless.

A pilot shortage? Sure looks like it. If you look
at the . . . forecasts, . . . there will be some
steady industry growth. Then you look at the hiring
to support (thisl growth, and you project it out to
include increased retirements and attrition, and one
could, within a year, find a shortage (6:33).

A more recent study praved this prediction to he on

target. ®The airline pilaot markst has moved From heaavy
oversupply to acute shortage as the industry has pulled out of
recaession” (20:71), Not only is there a current shortage but

estimates are that the annual US need For airline pilots will
continue to increase through the turn of the century. Table 2
indicates the Future Aviation Professionals of America (FAPA)

estimates for US large turbojet demand fFor the next ten years
(27:5).

YEAR  GROWIH  REIIREMENT  IOTALS
1988 1520 955 2475
1988 14895 : 1086 2582
19992 1057 1377 2444
1991 350 1279 2259
1992 1277 1647 2924
1993 1332 1860 3192
1994 1214 2105 3318
1995 1242 21357 3379
1996 1133 2413 ISYE
1997 987 2425 3412
TOTALS 12248 17284 29532

TABLE 2: Airline Pilot Dsmand

Several key points need toc be emphasized from these
figures. First, retirement of airline pilots will more than
double over the next ten years. Even if FAA regulations were
changed to extend manhdatory retirment beyond the current age
of 60, FAPA indicates "more airline pilots are taking early
retirment and the few who waould fly beyond age B2 would not be

a significant Factar in averall demand” (16:100)., Second,
this ten year projection indicatss the tremendous growth in
the industry. In fact, the airlines aestimate they will hire

more pilots in the next ten years than in the entire history
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af the aviation industry (31:~--), Also, in avary year the
airlines anticipate hiring more pllOtS than are produced in

the entire Air Force undergraduate pilot training praogram
(13:32, By 1992 retirements alone will exceed the Air Force
new pilot output. In other words, the airlines could
conceivably hire every military pilot who wants to leave the
service. Finally, the economics of supply and demand that
have so often came to the Air Force's aid to contend with
previous louw retention rates will more than likely not banef1t
the military in the near future. Kit Darby, FAPA UVice
President/Marketing, summarized the weakened effact of
acanomics on pilot needs faor the future:

In the past, when there was an ecanomic downturn, the
airlines would stop hiring for expansion, and in some
cases, would furlough pilots. In the future, with an
econamic decline, the demand fFor pilots will naot drop
to zero, but will be at a higher level because of the
higher number of retiremer.s (16:97).

Just as the demand for pilots steadily increased cover the
last few years and is projected to continue an upward trand
for the next decade, the supply of qualified pilots to fill
these vacancies gradually dwincdled. A combinatiaon of & slump
in sales of small, general aviation aircraft that has been the
backbone for training student pilots, an eight percent annual
decrease in the number cf peoplae learning to fly, and the )

total recall of all fFurlioughed pilots drastically reduced tha'

number of experienced civilian pilots available to the
airlines (16:99). O0Over the same period, a dacline in Air
Force pilot nutput resulted in Fewer military pilots available
for airline smplaoyment. Undergraduats pilat training
production remained less than 2000 pilots per year during the
early 1980s, and the output is projected tc stabilize at just
ovar 1600 pilots per year through the early 198@s (29:2).

The general picture emerging in the late 1980s is a severe

pilot shortage exists in the United States. "Pilots looking
for Jjobs with major airlinss Carel] well aware of the situation
and [are takingl advantage of what . . . [has] turned into a

selisr’'s market” (1%:145),
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Chapter Three

CHANGES TO AIRLINE FILOT HIRING PRACTICES

IHE _NEED FOR CHANGE

The buyer's market the airline industry enjoyed throughout
the late 1870s and sarly 188@s changed in less than ten years
toc one of extreme competition among the individual carriers
for the limited supply of experienced pilots to fill the
ever~increasing numher of flight decks. Continued industry
expansion and a steady rise in retirement of current airline
pilots created vacancies that could not be filled with pilots
meating the rigid physical and professional standards of the
trade. The two traditional sources, the military and the
regional/commuter work force, were '"raided for aircrews”
during the initial years of the hiring surge (26:72),. and
there was no other source to tap for ssascned pilots.

“SOFTENING” THE REQUIREMENTS

With the current pilat shortage projected to only get
worse, the industry reevaluated its very strict qualifications
in aorder to increase the supply poal to account for the
unprecedented rise in demand. As a result, some very major
changes took place regarding the physical and professional
requiremsnts for prospective emplogess. Regquirements were
relaxed Far age, vision, height, weight, education, and flying
experience.

As late as 1980, pilot hiring standards were nearly
identical for all the major carriers. A praspective employse
could be no older than 30-32 years, had to meet rigid height
and weight standards, had to have uncarrected 20/20 vision,
required a college degree, and had an average of over 2500
hours of jJjet Flying time (16:897). There were exceptions to
the rule, but they were rare (32:—--1,

By 18986 almout all the airlines had unifaormly relaxed
treir hiring standards to include a vastly different looking
pilot recruit. It was not unusual for a naw pilot to be ovser
4“2 years nld (6:36), have corrected 20/22 vision (14:148),
huzve less than 4 years of college (16:939), and under 120Q
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hours of jet flying time (15:293,

This stersotype represented only the more common lowering of
hiring restrictiaons for the major carriers. Mare axtrame
cases are becoming the norm,

When Air Force Colonel Glenn Young retired earlier
this year C19871 . . . after 29 years of military
service he didn’'t belisve "thsre was a chance in tha
world of going [to workl with an airline.”, .

Today, Young, S2, is a flight engineer on Unltad
Alrlines 727s uut of Chicago, sarning $23,000 on top
of his military retirement. In two years, he expects
to move up to copilot at substantially more pay.
He’'ll hold that job until he has to ratire again,
this time at age 60 (1:83).

Acceptable visual acuity is now as low as 20/200 correacted to
20/2@, and minimum Flying time is as little as 800 hours
C17:22).

These "softened” requirements now include almost every
retirement eligible pilot in the Air Force who is physically
qualified far Flight status. As a result, the commercial
carriers are actively reccuiting this large new supply pool.
"Although American Airlines was the first majer carrier to
hire retired military pilets Jjust over a year ago C[19B861, now
virtually every major carrier hires retired milicary pilaots”
(29:1).




Chapter Faur

COMPARISON OF ACTIVE DUTY AND RETIREMENT OPPORTUNITIES

The ratirsmant sligihle pilot, previously having no other
option to fly For pay except in ths military, ncw has the
opportunity of seeking civilian aviation employment after
retirement. "'Ten years ago, the airlines told me I was too
old’, says James Icenhour, now 42, who reticred from the Air
Force as a fighter pilot in December [18B861” (1:83). Isenhgur
is just one example of how the airline industry has begun to
compete directly with the Air Forcse for its most experienced
pilots. Several hundred Air Force pilots have retired in the
past two years and are now flying with the airlines (32:--J.
Undoubtsediy, there are many others, some who are current or
Future Air Force lesaders, weighing the pros and cons of flying
with the esirlines instead of remaining in the service after 20
years, '

To better understand cthe dilemma facing the militarcy
pilot, it may be best to review a simples comparisan of
ppportunities bhetwesn remaining on active duty beyond 20 years
and retiring in ssarch of an zirline job.

REMAIN ON ACTIVE DUTY
The Air Force pilot remaining on active duty beyand 20

opportunities, pay and benefits, and active duty service
commitments., For promotion, the pilot will compete for
lisutenant colanel and/or colonel under the highly competitive
®up cr out” system., If promoted, he/she will probably be
moved out of a Flying Job, or at least to ane where Flying is
secondary. If not promoted, however, he/she can still remain
on active duty until mandatory retirement. In a nutshell,
caompetition for primary zone promotion to lieutenant colonel
is at the 6@8-65 percent selectian rate and to colonel is at
the 40-4% percent selection rate (36:--). At the same time in
the pilot’'s military carser, flight pay decreases to the point
that after 25 years of aviation duty he/she receivas no flight
pay (21:2-18). 1In effect, the military pilot gradually
accepts a $40Q per maonth pay cut to remain on active duty and
compete in a statistically uphill battle for promoticn.

1o




Family stability becomes anather issue. If a veteran
pilot gets promoted, certain binding commitments are attachad.
For example, the average committment for a newly selectad
colonel is about five years. This includes the average 18
month to two year wait for "pin on” of the rank, and then a
three year active duty service commitment required in order to
ratire at that rank (22:6.2,7). Essentially, they are
contracted for at least five more years in the Air Force.
During this five years they and their family are subject to
the standard permanent change of station orders. However, at
this stage in their caresr, the family may be "antranched” in
the local community. High school and/or college ags
depandents and a career-oriented spouse may be reluctant to
uproot and move again. Even the pilot’'s oun uneasiness of
being committed to the Air Force For five more years becames a
key factor (33:--). This new tendancy to retire immediately
at the 20 year point of service has become known in some
personnel circles as the "20-20” syndrome. This infers some
pilots are retiring after "20 years and 20 seconds” in the Air
Force (32:--),

RETIRE AND FLY

The other option faor the retirement eligible pilot is tao
reLlire at the 20 year point and pursue a civilian airline
career. In this case, ha/she collects military retiraement,
flies with the airlines, and supplements the retirement check
with equal or greater pay from their civilian airline employer
(even under the less lucrative two-tier pay sustem that many
airlines are now gperating under) (27:9-21). Opportunity for
employment is much higher than promotion opportunities in the
Air Force. "Assuming that the pilot can pass the medical, and
has the Airline Transport (ATP) and Flight Engineer (FE)
written, the probability of initial hire witih a major carrisrc
is in excess of 95 percent (some industry experts would say
greater than 98 percent)” (27:7).

A Strategic Air Command paper prepared for seniar ranking
of ficers to provide them with current information about pilat
retention issues summarized the changes in airline employment
oppartunities over the past decade. "“Ten years ago there were
6.5 pilots eligible to separate for esvery airline hire. In
19686 there were 2,7 hires for every pilot to separate”
(3%:--). 1In other words, where before the AIRLINES could
croose from amang 6.5 pilots to £ill a single airlirme Jjob,
today the PILOT can choose from among 2.7 airline vacancies to
find a Flying position.

Pay and fringe benefits with the airlines are at least

comparable to remaining on active duty. In the case of
American Airlines, the first major carrier to hire retired Air

11




Force pilots, First year pay for a Boeing 727 Flight Enginaer
is $180¢ per month, increasing to 33225 per month for a second
year DC-9 First OfFicer, and rising to $7140 per month as a
Boeing 727 First Officer with ten years employment (18:4).
First year salary alomne is almost enough to supplement
military retirement pay to sgqual active duty pay. After the
first year of airline employment, the comparison slants
heavily toward retirement supplemented with airline pay.

Other apportunities include free or reduced rate airline
travel (2:24), complete medical and dental plans for the
entire family, and loss of license insurance paid by the
employer (18:28). Ancther benefit for the pilot is the chance
to ®fly 75-85 hours per month in a schedule ranging from 8
long work days to 17 short days per month, depending upon
saniority and type of aircraft flown” (1B8:27).

In the past two years there have heen trends indicating
same of the choices made by retirement eligible Air Force
pilots who faced this dilemma. There has been an increase in
the numher of Air Force pilot retirements, percentage of
retirements, and the number af pilots who have turned down
promotions to retire. A detailed analysis of this information
is prasented in Chapter Five.
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Chapter Five

ANALYSES AND CONCLUSIONS

aNALYSES

Ovar the last several years thersa have been some trends to
support the author’s contentian that heavy airline recruiting
of retirement eligihle pilots will adversely affect the number
of quality pecple who remain aon active duty to man critical
cammand and staff pasitions. Table 3 depicts an Air Force
Military Persocnnel Center summary aof recent retirement
eligihle pilot populations and retirements by fiscal year

(239:13.
EY *ELIGIBLE POPHLATION RETIREMENTS BERCENT
B85 1740 | 518 s
85 2021 S92 eg
87 2315 751 3c
88 2425 873(est) 36
* Pilots with 20 years or maore of total active fFederal
commissioned service.

Table 3: Retirement Eligible Pilots

Since 1888, there has been a steady increase in both the
number and percentage of pilots who retired. ™As of 31
October 87, there ware 427 FYBB pilaot retirement requests
in-system. This compares to the 367 FYB87 requests that were
in-system ane year ago (16 psrcent increase)” (29:1). Thase
increases coincide with the gradual relaxing of hiring
raestrictions started in 1985 as the major carrisrs began to
hire retired military pilots (10:4),

Although the retirement sligible pilot population has
progressively increased each aof the last four ysars, a
raeflaection of the large Vietnam-esra year groups reaching

13
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retirement age, this trend will reverse by the early 139@s as
the much smaller post—-Vietnam year groups reach retirement age
(86:--), Yet, this is precisely the time when analysts
predict the greatest demand for airline pilots as depicted in
Table 2.

There is no accurate method to determine exactly how many
retirement eligible Air Force pilots actually separated from
the service with the primary reascon aof seeking employment with
the airlines. However, FAPA, of which 58 percant of airline
pilots hired are memhers (17:28), does have some information
available from which some possible conclusicons may be drawn.

A FAPA followup survey of recently hired airline pilots
includes bhiographical data about each new hirse. Included in
the biography are such things as age, hiring airline and crew
position, type of aircraft, a breakdown of total flying hours,
background (military, civilian, corporate, etc.), and primary
aircraft Flown prior to employment. By linking age (over 412
and previous fFlying experience (soclely Air Force aircraft), it
can he assumed that the person is recently retired from the
Air Force. Table 4 reflects a summary of FAPA-associated new
hires by the major and national airlines for the last calendar
quarter of 1987 (7:26-29; B:24-25; 8:26-27).

UONTH IQIaL NEW HIRES BETIRED AIR FORCE
Oct 69 ) 14
Nowv Se 8
Dec 33 3

TOTALS 152 25

Table 4: FAPA New Hires

In analyzing the information, the 25 retired Air Force
pilots hired during the quarter represent about 17 percent of
the total FAPA members hired. RAlthough the number may seem
small, emphasis should be placed on the fact that these ars
Air Force only retirees. Also, the Fourth quarter is a
traditional "slow down” time in airline hiring. ?*Now their
big hiring months are May, Jure, and July” (4:4).
Consequently, using this fourth quarter data to detecrmine
annual rates should yield conservative estimates.

Using the fourth quarter statistics of 25 retired Air
Force pilots hired by the airlines as a constant rate for the
previous three quarters, the total number hired in 1987 would
be 10@. Realizing that FAPA serves anly abhout half the pilots
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hired by the major airlines with the remaining pilots hired
independent from the prafassional placement service (17:23),
the total number of retired Air Force pilots hired in 1887 may
be nearly twice this estimate, or about 200. This 20a@
represents over 27 percent of the 751 pilots who retired in
1987,

FAPA screening reports aof the me jor airlines over the last
two ygears further suppart this analysis.

In 1886 and 1987 the majors hired 223 retired Air
Force pilots who were FAPA members, with the majority
being hired in 1987. In fact, 25 percent aof all
pilots hired by Pan American Airways were retired Air
Force and associated with FAPA. There was certainly
a number of other retired Air Force pilots not
associated with FAPA who were hired during this time,
but FAPA does not track these totals (35:--J,

The 223 FAPA-assaciated pilots represent almaost 17 percent of
the 1343 Air Force pilots who retired in 1986 and 1987 as
shown in Table 3. Again, emphasis should be placed an the
fact that FAPA praovides only about halF the pilots ta the
major airlines, and the total from all sourcss is certainly
highar. ’

CONCLUSTIONS

Soma significant conclusions can be drawn From these
analyses. Both conservative estimates show at least one in
every six (17 percent) Qir Force pilots who retired in the
last two years was hired by the airlines. Since some major
carriers only began hiring retired military pilots as late as
mid-1987 (32:--), there is a probability the one in six ratio
will decrease further in the next few years as more data is
accumulated over the long term.

As alarming as the ratio may appear, the Aivr Force
response is this phenomena should be encouraged to continue to
assist mandated personnel cuthacks over the next several years
and to emase the pressure from airline recruitment from the
traditicnal military source, the 6-11 year group (3:12).
Additionally, there is a prevailing opinicn that these over-49
pilots retiring for airline jobs ars not Ffilling key positions
in the Air Force and are not competitive for promotions
(3%:--2.

The author offers data reaching an opposite conclusion.
Pilots who are not only ccompetitive for promations but also
have been salected fFor promotion to colonel bhave turned down
the rank to retire instead. Priaor to the mid-13980s this
number was not a personnel concern becaus2 it was so small it
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was considared insignificant. Howsver, the number has hscome
a Commandersg’ Interest Item in the past two years as it has
shown a sharp increase. In fiszscal year 1987, 11 pilots turned
down promotion to colonel with the normal pcocedurs heing far
the pilat to wait until his promotiaon line number was due
before initiating retirement paperwork. There was quite a
change in the first quarter of fiscal ysar 1888. In oniy
three months 11 pileots initiated paperwork to turn down
promotion to colanel, the total for the entire pravious ysar,
A further significant finding was this happened even before -
the Fiscal year 1987 promotiocn list had started, indicating
more negative replies will be processed oree the promotion
list is initiated (34:--3,

These officers cannot be replaced. Their pntential for
future command positions, such as wing commander or deputy
commander for a flying unit, base commander, or headquarters
stafFf officer is likswise irreplaceable. True, there will
always be the "hard chargers” who wish to remain on active
duty regardlass of outside apportunities, but thare are others
who might considar a second career as a lang—-term security
option that cannat be averlouked.

This data indicates ths current situation. As discussed
earlier, airlime opportunities in thae future only appear
brighter. 1If the ever-increasing demand for airline pilots
continues as fForecast, the ratio of one in six Air Force
pilots retiring for an airline job may indeed fall ta
unrecoverable lavels,
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Chapter Six

RECOMMENDATIONS

The worldwide pilot shortage is real. It is a well known
and documanted projection the demand for well-trained, highly
qualified pilots for the airline industry is only going to get
grewater. It is equally well recorded the normal pilot supply
chain, i.e., the military, regioral, and corporate flight
departments, is no longer adequate (13:72),

The author has several reccommendations to help identify
the potential for the increasing loss of some near-term
leaders. First, Further studies should be conducted te more
closely moniter this relatively new phenomenon. Ratirement
exit surveys or retirement employment update gquestiommaires
should be revised to better track this information and make
predictions more accurate. Also, the Air Force should work
maore closely with the caommercial carriers and pilot placement
organizations, such as FAPA, to gain data required to better
analyze the impact of the pilot hiring boom on the retention
of retirement eligible pilots for the forseeable future.
Firmally, senior Air Force leaders must be made aware ofF the
certain potential to lose a significant number of quality
veterans who wnuld have until recently remained on active duty
beyond 20 yesars. This most experienced segment of the pilot
corps must not be overlooked in any forthcoming pilot
retention initiatives.

In the last bout with low pi‘ot retention in 13978 and 1979
when rates dropped tc all-time loaws, "the services lost
billions of training dollars and immeasurable lossaes of combat
pilot exparience” (11:1). During that same time only the 6-11
year group was the focal point of airline recruiting. Now a
decads later in the current environment of low pilat retention
the retirement eligible veteran is an equal prime target For
the airlines. The trend lines all point to a repeat of the
late 1970s, but this time arcund the Air Force has the chance
to laose twice. It may not only luse many mid-career Future
leaders but it can also lose many late-career current leaders.
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IHE CHOICE

The Air Force has sometimas been criticized Far reacting to
problems of pilot retention instead of acting on these issues
(24:5). The same potential exists in the situation with
retirement eligible pilots. The loss of quality career pilots
to "early retirement” is a new and unique problem that did not
exist even three years ago. With the airlines actively
recruiting retired military pilots, these pilots are nouw
victims of circumstance. They have tuwo career options:
cantinue with their military career, or choose a new caresr in
the airlines.

IHE CHALLENGE

The choice is not just the pilot’'s. A choice must also be
made by the Air Force. Can the Air Force afford to let these
highly trained veterans leave in record numbers, leaving fewer
qualified people to Fill commanders’ slots? Ths answer is a
resounding “"No”! After all, "retaining our experiesnced people
takes a combination of personal commitment from them and a
strong commitment to them on our [the Air Force’s] part”
(5:108), 1In the next few critical years this statement will
take on an entirely new meaning for the Air Force and its
retirement eligible pilot corps. The challengs liss shead.
Will the Air Force act or react?
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